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?Let me begin by posing a dilemma that lies at the heart of leadership and leadership training. It 
involves globes and maps. Consider: If we view the world from the standpoint of a three-dimensional 
spherical globe, it is easy to see the major relationships between the various regions of the world?Asia, 
Africa, America?but very difficult to navigate within regions for lack of necessary detail. On the 
other hand, if we view the world as a series of flat two-dimensional maps, it is easy to navigate within 
a particular country or region, but very difficult to see the larger relationships between these coun-
tries or regions because our maps lack depth and perspective. Question: As we work to train the 
managers of the future, which perspective should we adopt: large-scale but fuzzy pictures drawn in 
broad strokes or small-scale but limited pictures drawn with precision? Which will turn out the best 
managers? While maps may have been the preferred navigational system for managers of the past, 
and while some argue ?incorrectly, I believe? that a globe should be the navigational system of the 
present or future, I believe the managers of the future will need both?and this is not an easy task.
?The theme of this conference is the interrelationship between globalization, management, and 
leadership.3 My plan today is to talk about this from my own perspective. When I look at this topic, I 
see a huge area for exploration and discussion. But I am only going to talk about a particular aspect 
of this broad topic; namely, the issue of global management and leadership. I will argue that the pres-
sures for globalization now facing managers from all countries will create managers of tomorrow that 
will be quite different from the managers of yesterday or even today.
?Let us begin with a simple question: In this era of increased globalization, what is the new manage-
rial role, or is there a new managerial role? I have been privileged in the last several years to work 
with a research team that includes members from Spain and Brazil. We have approached the issue of 
management from multiple cultural perspectives and have found, perhaps not surprising, that culture 
helps define management and, as such, working across cultures requires managers who are both 
knowledgeable and flexible. My talk today is based on this work.4 This is my first opportunity to pres-
ent these ideas to a largely Japanese audience, and I am very honored to be able to do so.
Challenges of Globalization
?I want to begin by talking about a ?classic? book. In 1982, management consultants Tom Peters and 
Robert Waterman published a book entitled In Search of Excellence. These two authors identified 
what they considered to be the 45 most successful companies in the United States. They then at-
tempted to discover what was it about these companies that caused them to be more successful than 
their competitors. They ended up focusing on three things: people, customers, and action. In other 
words, the book concluded that the way companies were going to outperform their competition was 
to have better employees, take better care of our customers, and be action-oriented in all things. This 
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idea captured tremendous imagination in our country and to some extent around the world. Our 
highly respected National Public Radio observed, ?This is one of the top three business books of this 
century.? Now, Americans tend to exaggerate and I presume you recognize this is an exaggeration 
here, but nevertheless NPR is a respectable organization and they felt that it was a very important 
book to read.
?If we fast-forward to today, however, approximately a third of these companies no longer exist. Why 
did so many of these excellent companies fail so rapidly? What was it? Was the methodology wrong; 
were the researchers biased? What was it that these companies had in common that caused them to 
implode so rapidly? The best thing I could come up with to explain this is if you look at the companies 
in their survey that failed, they have one thing in common: They did not focus sufficiently on global-
ization, global markets, or global challenges. They focused on serving their local customers very 
well. They did not look beyond the borders very well or very often. They did not look for global op-
portunities, they did not look for global customers and, as a result, as the world increasingly global-
ized they were left behind and faltered.
?What can we conclude from this? Most people now recognize that there are all kinds of globaliza-
tion pressures, globalization pressures are getting more serious, and that they have affected the 
economic and political landscape of most businesses. This is not new. What is new, in my opinion, or 
at least is less recognized, is that as globalization pressures intensify, as they evolve, they are also 
changing the social fabric of the way we do business. They are changing the psychological contracts, 
the contracts we have between employees, and managers, and organizations. And so globalization 
pressures are doing two things at least simultaneously: They are changing the economic and political 
situation. But they are also changing the social landscape of businesses, the way people relate to one 
another.
?In this regard, consider three trends associated with globalization ?see Exhibit 1?. The first is that 
we are moving increasingly from intermittent change to continuous change. What this means, basi-
cally, is that while everyone expected periodic major changes in the past, we are now in an environ-
ment where major changes happen almost every day. What we used to call revolutionary change is 
now in reality evolutionary change. Simply put, there is simply more change?and often more radical 
change?facing modern corporations.
?The second trend is that we are moving from a time of isolation, or at least relative isolation, to a 
period of greater interconnectedness between the peoples of the world. This has obviously been going 
on for a long time, but what we are seeing today is a situation where relationships are more important 
than they were in the past. We have to understand what our adversaries, our partners, and our pro-
spective partners are thinking and what they are doing at all times. I think we can see this change in 
Exhibit 1　The Changing Global Economy
From biculturalism to multiculturalism
From isolation to interconnectedness
From intermittent to continual change
???????????????????????
Broad mixture of local, 
national, and global mar-
kets and organizations 
?????????????????????
G r e a t e r  e m p h a s i s  o n  
global markets, networks, 
and organizations over 
local or national ones 
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Japanese society, where Japanese traditions are questioned on an almost daily basis.
?And the third trend is that we are moving to a large extent from a world of biculturalism to multi-
culturalism. If we go back just a few years, when you were training a Japanese manager or an Ameri-
can manager or a French manager, the issue was how do you deal with that person on the other side 
of the table. If we send a Japanese manager to New York, how does he or she deal with this American 
guy? That is not the question any more. The question now is, how do we deal with multiple people on 
the other side of the table who possibly are American or German or Chinese?pick your 
country?because more things are done now in a global team or network fashion.
?The former CEO of BMW recently observed that, ?the world is not getting smaller; it is getting 
faster.? I find this to be very interesting. We have heard for decades the world is getting smaller. Re-
alistically, however, we know the world is the same size it always has been. What is different is the 
speed of everything. Everything is happening faster and faster. That is one problem. The second 
problem is this. As Wharton?s Robert House observes, ?as economic borders come down, cultural 
barriers will most likely go up and present new challenges and opportunities for business. When 
cultures come in contact, they may converge in some aspects but their idiosyncrasies will likely am-
plify.? What that means is that as we increasingly work across borders, an understanding of cultural 
differences will become increasingly important.
?So, what we see here are two interrelated challenges. Speed becomes more important for success 
in business and relationships become more important for success in business?speed and relation-
ships. Now, here is the challenge. How can managers build productive long-term, mutually beneficial 
business relationships? How do you do this when change is constant and the speed of events is in-
creasing? So the problem a typical manager faces becomes more difficult because things happen 
more quickly. How do you build partnerships when we live in a world of constant change? How do you 
build mutual trust when you do not have time to build mutual trust? And that is the challenge we as 
managers are faced with now. What we are seeing out there now is a lot of mistakes made because 
things are moving too quickly and things are too complex.
Managerial Cognitions across Cultures
?To address these challenges, perhaps a good place to begin is by asking a simple question: What is 
management? Everybody has his or her own definition. What is interesting to me is whether people 
think management is management is management; that is, do you think there is an essence of man-
agement that you can find consistently in Japan, Russia, China, and Peru ?see Exhibit 2?. Or do you 
think that there are managements and that management in one country is significantly different or 
potentially different from other countries. Most people would probably say they are somewhere in 
between. But the question then is where they are on the continuum?
?Michael Cannon-Brookes, Vice President for IBM for the India-China region, recently observed, 
?You get different thinking if you sit down in Shanghai, or Sao Paulo, or Dubai than you get in New 
Exhibit 2　Global Trends in Management
Management is local Management is global
Greater heterogeneity: Multiple sets of acceptable 
management behaviors based on local or regional 
cultures
Greater homogeneity: One ?global? management 
style that applies to most local and regional situa-
tions
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York.? This introduces something I would like to talk about rather directly in the next few minutes 
and that is the notion of thinking; managerial thinking, managerial cognition. Cannon-Brooks proba-
bly knows what he is talking about. He has had a long career in the global arena and what he is saying 
is that people in Brazil, the people in Dubai, the people in China think differently. Yes, we are general-
izing and yes we have to recognize individual differences, but as a manager in a speedy environment, 
in a rapid environment that is filled with change you do not have time for the niceties. You have to size 
people up, negotiate, manage the exchange, etcetera. If your partners or your prospective partners 
are approaching the problems very differently and if their cognitive processing, their thinking is very 
different, you have a serious problem.
?Let me give you an example here. An interesting study done several years ago looked at what man-
agers are supposed to do.5 That is, what do people value in a manager across countries? What did 
they find? In the U.S., drive, initiative, and achievement orientation were highly valued among manag-
ers. We want managers who are go-getters, who would get out there and get things done. We value 
that a lot. And if we look at Japan, we see similar values. According to these findings, Japan also wants 
managers that are go-getters, aggressive, and successful. However, if we look at Portugal or Greece, 
according to this study, it is less important that our managers are highly aggressive or assertive; in 
fact, managers in these two countries are expected to be low key and not generally have high expecta-
tions from their subordinates.
?So to the extent we want generalize from just four countries, we can draw some crude conclusions 
that the Americans really admire managers who have drive but they are less concerned if these man-
agers do not allow for participation. The Japanese want good managers to have drive and participa-
tion among supporters, and in Portugal or Greece we want less employee involvement. All these 
findings are obviously crude, but they make an interesting point that is consistent with the observa-
tion of Cannon-Brookes. Managers often think and behave differently; different things are impor-
tant.
?Let us stay in Japan for a while let me to talk about Japanese management?from a foreigner?s 
perspective. Sony founder Akio Morita wrote extensively about management. ?To motivate employ-
ees you have to bring them into the family and treat them like respected members of that family.? We 
are going to build a team; everybody is going to participate; and everybody is empowered. This is 
how we are going to motivate employees and get them involved. If we look at the leadership program 
that is here at Rikkyo, it relies heavily on the same principle: Let?s get people involved. Let?s not criti-
cize them upfront. Let?s get everybody?s minds working.
?By contrast, if we look at work motivation in Russia, we get a very different take. According to one 
Russian scholar, ?We need the fork on employees? necks in Russia, not all those nice words and baby 
techniques.? Now, this is one person?s opinion and I am sure there is lots of divergency around this 
opinion, but it is radically different than Morita?s opinion. One is saying let us bring people into the 
family ?an organization is a family?. The other is let us put the ?fork on employees? neck.?
?Now, compare Japan and the U.S. I have a friend who spent his career at Panasonic ?formerly Ma-
tsushita?, Atsushi Kagayama. He has managed both Japanese and Americans and observed, ?Getting 
Americans and Japanese to work together was like mixing hamburger with sushi.? I think that is an 
interesting metaphor. We all know what a hamburger is and we all know what sushi is. Can you imag-
ine putting those two things together? I do not know about you, but I would not want to eat it. Still, it 
is an interesting metaphor because, again, it illustrates differences and the fact that at times 
things?and people?don?t readily mix together.
?In every culture I have experienced, I have found people sitting around saying, look at those crazy 
Americans, look at those crazy French, look at those crazy Brazilians, etc. This is sometimes humor-
Richard M. Steers: Global Managers, Global Minds
ous, sometimes dangerous or humiliating. But nonetheless, that is not the question. The question 
ought to be, not how people are different, but why they are different? What is behind in their unique 
behavior? To answer this, we need to understand more about the cognitive processes underlying 
management processes ?Exhibit 3?. All of us have cultural backgrounds that are somewhat unique. 
We all come from different families; we come from different countries; we come from different cul-
tures within those countries. And so what happens to all of us is because of who we are as individuals, 
the environment in which we are raised, and the work situation in which we find ourselves. As a re-
sult, our perceptual processes, cognitive evaluations ?how we make sense out of what we see?, cognitive 
consistencies and dissonances and, in fact, behavioral intentions can all be different?at least to a 
degree. These, in turn, can affect our subsequent attitudes and behaviors. If this is correct, an impor-
tant key to understanding managers working in different countries must begin with attempts to un-
derstand their backgrounds.
Developing Global Management Competencies
?So, if it is true that in at least some ways we all think a bit differently from one another, how do we 
get our managers in the future to do a better job of working across these cultural differences? How 
do we get them to build more productive relationships across borders?
?The first thing we need to do, and I feel embarrassed putting this here because it is so obvious, is 
to develop global management skills, or multicultural competencies, in our people to complement their 
general managerial skills, like planning and control. And how do we do this? By focused managerial 
development. Specifically, I suggest a ten-part strategy for enhancing global managerial skills:
Reinforcement or possible revisions of cultural beliefs and 
assumptions, cognitive processes, attitudes, and behaviors. 
?
?????????
????????????
- Individuals: Who we 
are.
- Environment: How 
and where we live. 
- Work norms and 
values: What we 
believe in; what is 
important; what is 
acceptable thought 
and action; when and 
how to approach 
others; when and how 
to communicate.
Example: Managers   
and employees 
working in a 
collectivistic society.      
???????????????????
 - Perceptual selection: Choosing
what see or not see.  
- Cognitive evaluation: Organizing 
and evaluating what is seen (e.g., 
good vs. bad, important vs. 
unimportant?.
- Cognitive consistency or  
dissonance: Accepting perceived 
equity or rationalizing or acting
upon perceived inequities
- Behavioral intentions: Determining
how to respond or what to do.  
Example: Identifying and 
interpreting people and events 
based on collectivistic assumptions 
?e.g., group is ultimate source of 
security; group more important than
individuals; openness within group; 
mutual respect and seniority?. 
??????????????????
- Attitudes: Likes and
dislikes; personal 
preferences. 
- Behaviors: Patterns of 
behavior; personal and
group obligations and 
opportunities; 
interpersonal relations; 
communication styles.     
Example: Collabortive 
behavior; open
communications; high  
trust among members; 
us-vs.-them mentality; 
deference to superiors; 
promotion by 
seniority?all of which  
reinforce the norms and 
values of a collectivistic 
society.
Exhibit 3　Culture, Cognition, and Managerial Behavior
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?1.?Develop a leaning strategy to guide both short and long-term professional development as a global 
manager. Planning is a cornerstone of effective management, and perhaps nowhere is this more 
important than with regard to professional development. Global managers are made, not born, 
and success in the field requires a lifelong perspective on learning and development. ?We sug-
gest one learning strategy in our book, but there are many others.?
?2.?Develop a basic knowledge of how different cultures work, what makes them unique, and how 
managers can work successfully across such environments. If culture and cultural differences can 
play an important role in managerial success in the global arena, it is logical to develop a greater 
understanding of how cultures differ and how they influence attitudes and behaviors across the 
globe.
?3.?Develop effective strategies for working with managers from other cultures who may process infor-
mation differently and view their roles and responsibilities in unfamiliar ways. Understanding 
managerial roles and patterns of behavior as they vary across cultures can provide managers 
with valuable information on how and when to act.
?4.?Develop an understanding of the competing interests and demands of various stakeholders in an 
organization, as well as the organizational processes necessary for achieving targeted outcomes. 
Most organization consists of several, and often conflicting, stakeholders, including investors, 
employees, customers, strategic partners, and governments. It is management?s responsibility 
to balance these competing interests and build and operate an organization that best meets these 
divergent goals. Clearly, this is no easy task, and it is made all the more difficult when we add a 
cross-cultural component.
?5.?Develop an understanding of how business enterprise can be organized differently across cultures, 
as well as the implications of these differences for management, cooperation, and competition. Man-
agers typically have a pretty good idea of how organizations in their local cultures operate. They 
understand where power and authority usually reside, as well as the key interrelationships with-
in the organization that must work together to achieve success. What experienced global manag-
ers also understand, however, is how organization design can differ around the world, and how 
such differences can influence this success.
?6.?Develop effective cross-cultural communication skills. It is often said that communication is the 
glue that holds organizations and inter-organizational relationships together. It is also said that 
perceptions and patterns of what is being said is in the eye of the beholder.
?7.?Develop an understanding of leadership processes across cultures, and how managers can work 
with others to achieve synergistic outcomes. People often confuse leadership with management, 
perhaps because of their own culture-based views of what leaders should look like and how they 
should behave. The key to understanding this topic is recognizing the different meanings of 
leadership around the world. In point of fact, different cultures place different demands and ex-
pectations on their leaders. Thai leaders, for example, often behave very differently than their 
Australian or Russian counterparts. Moreover, if leaders work through others to achieve results, 
how are these ?others? organized and how can leaders best work with them? A key problem in 
working across borders lies in understanding how teams consisting of people from different re-
gions of the world work and how leaders can either support or confront team dynamics and ef-
fectiveness.
?8.?Develop a knowledge of how cultural differences can influence the nature and scope of employee 
motivation, as well as what global managers might do to enhance on-the-job participation and per-
formance. Managers be definition routinely find themselves responsible for supervising the 
work of others. In this regard, experienced managers understand that assuming that everyone 
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is motivated by the same incentives and rewards can be shortsighted and a reasonably good 
recipe for failure. This is one of the principal challenges of managing in the world of work. If this 
is true for employees in one company or one location, imagine what can happen when supervi-
sory responsibilities cross borders.
?9.?Develop effective negotiating skills and an ability to use these skills to build and sustain global 
partnerships. If anything best characterizes the new global economy, it is the proliferation of in-
ternational strategic alliances and joint ventures. Working with global partners is often a require-
ment for market entry, labor force management, shared costs, venture financing, and so forth. 
As a result, one of the key challenges facing global managers is, first, how to negotiate with oth-
ers to create usually beneficial partnerships and, second, how to successfully build and manage 
such partnerships for the long term. Hence, the fundamental challenge here is seeking common 
cause.
?10.?Develop an understanding of how ethical and legal conflicts relate to managerial and organiza-
tional effectiveness, as well as how managers can work and manage in an ethical, fair, and socially 
responsible manner. Outside observers frequently remind managers of their ethical and social 
responsibilities. However, most of these critics have never walked in a manager?s shoes. The is-
sue here is not ethical behavior or social responsibility; this is an obvious goal. Instead, the issue 
is understanding what is ?ethical? or ?legal,? and then navigating through a minefield of contra-
dictions and pressures to achieve these goals. This pursuit is made even the more difficult when 
we recognize that one person?s ethics may not coincide with another?s. Simply put, ethics often 
exists in the eye of the beholder. Who gets to choose what is ethical, legal, or socially responsi-
ble? Who gets to choose the rules of the game? In point of fact, many of these types of conflict 
exist in a state of pressures and counter-pressures, and the manager on the scene?not back in 
corporate headquarters?often finds himself or herself on the hot seat.
?In short, my argument is that if we are talking about training managers, yes they have to know how 
to plan and control, and yes they need to understand strategic planning, etc. They need to understand 
HR realm. They need to understand marketing. However, they also need to have the kinds of manage-
ment competencies that we are discussing here; they need to have this ingrained in them so that the 
two come together: management competencies and multicultural competencies. In short, we need to 
incorporate more international curriculum into management studies in both your country and mine. 
From what I have learned today, however, it appears that your leadership centers here at Rikkyo 
University are actually doing just that, and I applaud this endeavor.
?So in closing, I want to leave you with one final thought. Eric Hoffer was a moral philosopher who 
once observed, wisely I think, that ?in times of drastic change it is the learners who will inherit the 
future. The learned have prepared themselves for a time that no longer exists.? What Hoffer is saying 
is very simple. In our educational programs, including our universities, we tend to train people to get 
out there and succeed, but we typically train them based on the last year?s technology and last year?s 
ideas. What we need is to train people who are not so much learned as learners?people who are 
constantly curious, constantly trying to add information and experience. These people are always on 
the run. In my view, this is both the consequence and the challenge of globalization, and this is the 
environment you are going to face. In this endeavor, if you are learned but not a learner, you are going 
to fail. Achieving this is clearly one of the greatest challenges facing both managers and contempo-
rary business education today. Thank you.
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グローバル・マネージャーとグローバル思考1
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???????????????????????????????????????????
???????????????????????????????????????????
????????????????????????????????????????????
???????????????????????????????????????????
??????????????????????????????????????????
???????????????????????????????????????????
???????????????????????????????????????????
???????????????????????????
???????????????????????????????????????????
図表 2　マネジメントにおけるグローバル傾向
??????????????? ????????????????
特異性が大きくなる????????????????
??????????????
同質性が大きくなる????????????????
??? ???????????????????
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??????????
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????????????????????????????????
????????????????????????????????????????????
????????????????????????????????????????????
???????????????????????????????????????????
???????????????????????????????????????????
??????????????????????????????????????????
????????????????????????????????????????????
???????????????????????????????????????????
????????????? 2?????????????????????????????
????????????????????????
?4?????????????????????????????????????????
???????????????????????????????????????????
???????????????????????????????????????????
???????????????????????????????????????????
????????????????????????????????? ??????????
???????????????????????????????????????????
????????????????????????????????????
???????????????????????????????????????????
???????????????????????????????????????????
???????????????????????????????????????????
???????????????????????????????????????????
???????????????????????????????????????????
???????????????????????????????????????????
???????????????????????????????????????
???????????????????????????????????????????
???????????????????????????????????????????
???????????????????????????????????????????
???????????????????????????????????????????
???????????????????????????????????????????
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??????????????????????????????????????????
???????????????????????????????????????????
???????????????????????????????????????????
???????????????????????????????????????????
???????????????????????????????????????????
? 2?????????????????????????????????????????
???????????????????????????????????????????
???????????????????????????????????????????
?????????????
???????????????????????????????????????????
???????????????????????????????????????????
???????????????????????????????????????????
???????????????????????????????????????????
???????????????????????????????????????????
???????????????????????????????????????????
????????????????????????????????????????? 3??
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????????????????????????????????????????????
????????????????????????????????????????????
???????????????????????????????????????????
???????????????????????????????????????????
???????????????????????????????????????????
???????????????????????????????????????????
???????????????????????????????????????????
???????????????????????????????????????????
????
グローバルなマネジメント能力を育成する
???????????????????????????????????????????
????????????????????????????????????????????
???????????????????????????????????????????
????????????????????????????
???????????????????????????????????????????
???????????????????????????????????????????
???????????????????????????????????????????
???????????????????????????????????????????
??? 10?????????????????????
?1.?学習戦略を策定して，グローバルなマネージャーとして短期的・長期的なプロ育成の指針
とする。?????????????????????????????????????
図表 3　文化，認識，マネージャーの行動
??
???????????????????????????????????
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- ?????????
??
- ?????????
?????????
?
- ?????????
?????????
?????????
??????????
?????????
??????????
?????????
??????????
????????
?????????
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?????????
?????????
????
??????
- ??????????????
?????
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???????????????
???????????????
????
- ??????????????
???????????????
???????????????
??????????
- ??????????????
??????
???????????????
??????????????
???????????????
????????????????
???????????????
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???????????
???????????
??????????
????????????
???????????
??????????
???????????
??????????
??????????
???????
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?????????????????????????????????????????
?????????????????????????????????????????
??????????????????????????????????????????
???????????????????????????????????
?2.?異なる文化がどのように機能するのか，どのような要因が文化をそれぞれ異なったものと
するのか，そのような環境を超えてマネージャーがうまく物事を運ぶにはどのようにすれば
よいのか，についての基礎知識を発達させる。????????????????????
?????????????????????????????????????????
?????????????????????????????????????????
????????????????
?3.?異なる文化出身のマネージャーと連携できるようにする戦略を策定する。なぜなら，他国
出身のマネージャーの場合，異なる方法で情報を処理したり，マネージャーの役割や責務の
認識が異なっていたりする可能性があるからです。??????????????????
?????????????????????????????????????????
??????????????????????????
?4.?組織の様々なステークホルダーの利害や要求がどのように競合しているのかについて理解
を深めるとともに，目標とする成果を達成する上で必要となる組織のプロセスについても理
解を深める。??????????????????????????????????
?????????????????????????????????????????
?????????????????????????????????????????
??????????????????????????????????????????
????????????????????????
?5.?文化が違うと，どのように企業構造が異なるのか，といった点について理解を深めるとと
もに，この種の差異がマネジメント，協力関係，競争に及ぼす意味合いについて理解を深め
る。???????????????????????????????????????
??????????????????????????????????????????
?????????????????????????????????????????
?????????????????????????????????????????
?????????????????????????????????????????
????????????????????
?6.?効果的な多文化コミュニケーション能力を育成する。????????????????
?????????????????????????????????????????
?????????????????????????????????????
?7.?多文化の状態でのリーダーシップ・プロセスや，相乗効果による成果を実現するため，ど
のようにすれば他人と協力できるか，という点について理解を深める。?????????
?????????????????????????????????????????
?????????????????????????????????????????
????????????????????????????????????????
????????????????????????????????????????
?????????????????????????????????????????
?????????????????????????????????????????
????????????????????????????????????????
?????????????????????????????????????????
?????????????????????????????????????????
?????????????????????????????????????????
????????????????????????????????????
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?8.?文化的な差異が，従業員のモチベーションの性質や範囲にどのような影響を及ぼすのか，
という知識に加え，仕事への参加や業績を促進していく上で，グローバル・マネージャーに
は何ができるのか，といった点についての知識を育む。????????????????
?????????????????????????????????????????
?????????????????????????????????????????
?????????????????????????????????????????
???????????????????????? 1????????????????
?????????????????????????????????????????
???????????????????
?9.?効果的な交渉力と，この種の能力を活用してグローバルな協力関係を構築・維持していく
能力を養成する。?????????????????????????????????
??????????????????????????????????????????
?????????????????????????????????????????
??????????????????????????????? 1???? 1????
?????????????????????????????????????????
??????? 2?????????????????????????????????
?????????????????????????????????????????
???????????
?10.?倫理や法律の対立関係がマネジメントや組織の実効性にどのように関係してくるのか，
という理解に加え，どのようにすれば，倫理的，公平かつ社会に認められる方法で，マネー
ジャーが仕事やマネジメントを行っていけるのか，という点について理解を深める。???
?????????????????????????????????????????
?????????????????????????????????????????
?????????????????????????????????????????
??????????????????????????????????????????
????????????????????????????????????????
?????????????????????????????????????????
??????????????????????????????????????????
??????????????????????????????????????????
??????????????????????????????????????????
??????????????????????????????????????????
??????????????????????????????????????????
??????????????????????
???????????????????????????????????????????
????????????????????????????????????????????
???????????????????????????????????????????
???????????????????????????????????????????
????????????????????????????????? 2????? 1???
???????????????????????????????????????????
???????????????????????????????????????????
???????????????????????????????????????????
????????????????????????????????????????
???????????????????????????????????????????
???????????????????????????????????????????
???????????????????????????????????????????
???????????????????????????????????????????
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???????????????????????????????????????????
???????????????????????????????????????????
???????????????????????????????????????????
???????????????????????????????????????????
???????????????????????????????????????????
???????????????????????????????????????????
???????????????????????????????????????????
???????????????????????????????????????????
??????????????????????? 1???????????????????
?????????
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